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Introduction
The two most important forms of non-standard employment in Sweden are fixed-term and part-time employment, jointly accounting for about 27 per cent of employment in 2015. Since the late 1980s, fixed-term employment has become relatively more prevalent, while the opposite is true for part-time work. Recent decades have witnessed a sharp decline in the stringency of regulation of fixed-term contracts, while the regulation of permanent employment has remained at an above-average level compared to OECD countries.
According to the most recent OECD summary indicator of employment protection in 2013, Sweden now ranks among the countries with the largest gap in regulation between permanent and fixed-term jobs.
1 Non-standard employment may be a concern because it represents weaker attachment to the labour market than regular work. To shed more light on this issue, this paper decomposes the employment rate of full-time workers on permanent contracts into various subcomponents, paying special attention to the labour market attachment of females and the foreign born. The most detailed analysis in the paper is devoted to fixed-term contracts. We first examine the transition probabilities to permanent contracts and relate the results to findings for other countries. We then analyze the wage disadvantage of having a fixed-term contract in a regression framework and ask ourselves whether this disadvantage is larger for those born abroad than for natives and to what extent the type of fixed-term contract matters for the estimated wage premia. This issue has received scant attention in the literature and, unlike previous studies, we make a distinction between different types of fixed-term contracts, We do not explicitly consider other forms of non-standard employment than fixed-term and part-time work, mainly due to data limitations and the fact that relatively few workers are engaged in them.
2 This is not to say that these other forms of non-standard employment may not grow in importance in the future.
The paper is organized as follows. The next section discusses the evolution of fixed-term and part-time work over time and the characteristics of the workers in these forms of employment.
Section 3 presents the decomposition of the employment rate of full-time workers on 3 permanent contracts. Section 4 contains the special analysis of fixed-term employment.
Section 5 concludes the paper.
Evolution of non-standard employment and its distribution
Fixed-term employment in Sweden is regulated in the Employment Protection Act (EPA).
The Act states that an open-ended contract should be the norm for employment relationships and defines, inter alia, the circumstances under which fixed-term contracts are allowed and their maximum duration. Five types of fixed-term contracts are mentioned in the legislation:
seasonal work, replacement, probation, so-called General fixed-term employment and contracts for workers at least 67 years of age. (The various contract types are discussed in more detail in Section 4.2.) Part-time employment is not directly regulated by law, but may be influenced by the tax and social insurance systems. judging from the figure, the correlation with the incidence of fixed-term employment is rather weak. The fact that parts of employment protection legislation can be undone in collective agreements adds complexity to the issue. 4 Holmlund and Storrie (2002) argue that the increase in fixed-term unemployment up to the early noughties is best explained by changing macroeconomic conditions in the wake of the 1990s recession. Rising unemployment, albeit from a very low level, increased incentives 4 among employers to offer fixed-term jobs and incentives among workers to accept them. 5 It is of interest to make a comparison with the experiences of the other Nordic countries. Holmlund and Storrie (2002) note that a severe financial crisis occurred also in Finland in the early 1990s, with a similarly permanent rise in unemployment followed by an increase in fixed-term employment, but without any liberalization of its regulation. Denmark and Norway experienced more favourable macroeconomic conditions and saw no increase in fixed-term employment. The Great Recession was not associated with a permanent upward shift in the unemployment rate in Sweden, so the stability in fixed-term employment since then also seems consistent with the explanation offered by Holmlund and Storrie (2002) , although this may not be the whole story.
Fixed-term employment is volatile and contributes strongly to variation in unemployment.
According to Harbo Hansen and Malmberg (2016), inflow to and outflow from fixed-term employment accounted for 44 per cent of the variation in the unemployment rate between 1987 and 2012. However, the patterns of employment adjustment were in important respects quite different in the two crises (Skedinger, 2012) . In the first one, it was mainly permanent jobs that were lost, while there was even a small increase in the number of fixed-term workers. This pattern was reversed in the Great Recession, with fixed-term employment accounting for two thirds of job losses. As the stock of fixed-term workers increased, it is conceivable that employers learned over time how to adjust their workforce in the most flexible way.
Part-time employment decreased in tandem with the increase in fixed-term employment up to the early noughties and has since then remained at a stable level of around 20 per cent. The decline in part-time work is consistent with increasing incentives for full-time work following the large reduction of marginal taxes in the early 1990s. Generous conditions for parental leave may also have reduced the supply of part-time work. Most part-timers work long parttime (20-34 hours). Figure 2 reveals that it is long part-time that accounts for the decline in part-time employment, whereas the incidence of short part-time (1-19 hours) increases modestly over time. Table 1 shows the incidence of fixed-term and part-time employment in various demographic groups in 2015. As expected, these forms of non-standard employment are more common among females, the young (aged 15-24), the elderly (aged 65-74) and those with primary education. These groups are also more likely to be working short part-time if on a part-time contract. The picture for the foreign born is mixed. One the one hand they are clearly overrepresented among those in fixed-term employment, on the other hand they are on parttime to about the same extent as natives. Nor are the foreign born overrepresented among those working short part-time. Calmfors et al. (2017) report that the young, the foreign born, the low educated and those with low proficiency levels are overrepresented in fixed-term jobs in Sweden to a larger extent than is the case in the other Nordic countries and in the EU in general. According to Calmfors et al. (2017) , more liberal regulation of fixed-term contracts and lower wage dispersion are both associated with larger overrepresentation of marginal groups in fixed-term jobs. High wage floors may prevent employers from adjusting wages downwards as a compensation for offering permanent instead of fixed-term contracts to "wild cards" with little previous work experience, the hiring of whom is associated with greater risk for employers.
Given the overrepresentation of both females and the foreign born in fixed-term employment and of females in part-time employment it is of interest to examine labour market outcomes associated with these forms of employment by gender and place of birth in more detail. This is done in Sections 3 and 4.
3 Non-standard employment and attachment to the labour market
One reason why non-standard employment may be a concern is that it is associated with a weaker attachment to the labour market than regular employment. Although most, if not all, forms of non-standard employment are preferable to unemployment and may serve as springboards to regular jobs, it is nevertheless the case that non-standard employment represents weaker attachment than regular work.
6
This section, which draws on Calmfors et al. (2017) , attempts to measure the degree of labour market attachment, taking into account various forms of non-standard employment and examining the extent to which these jobs contribute to weaker attachment among males, females and the foreign born depending on length of residence in Sweden. Another possible gauge of labour market attachment is annual earnings, which also could be decomposed by type of employment. The focus on employment in this section is motivated by the wide gap in employment rates between natives and foreign born in Sweden, whereas the corresponding gap in earnings is much smaller (as illustrated in Section 4.2).
Attachment to the labour market is defined by the permanent full-time employment rate, i.e., the number of full-time workers on permanent contracts relative to the population. This measure can be decomposed as follows:
where the first term on the right-hand side of Equation (1) is the share of full-time workers among those on permanent contracts, the second term is the share of workers who are permanently employed and the third term is the employment rate. 7 Total employment consists of employees and those in self-employment and for simplicity the latter are assumed to be on "permanent contracts", although the distinction by contract type is not relevant for the selfemployed. Another simplifying assumption is that self-employment, like regular employment, represents a high degree of attachment to the labour market. This is not necessarily the case, as self-employment may be driven by necessity rather than opportunity, especially among the foreign born. 8 Full-time employment is defined as a regular working time of at least 35 hours per week. common also for native new entrants in the labour market (as evidenced in Table 1 ). What is more disturbing is that labour market attachment, although improving over time, remains quite far behind that of natives even after more than ten years of residence in Sweden, except for the European born. The degree of attachment is 54 per cent for those of African origin and 51 per cent for the Asian born. It is chiefly relatively lower employment rates, but also lower prevalence of permanent contracts that contribute to explaining why these groups continue to lag behind natives. The rate of full-time work among the employed is close to that of natives.
The corresponding figures for females are shown in the lower panel of Table 2 . Labour market attachment is consistently weaker than among males, for both natives and those born abroad. Native females exhibit an overall degree of attachment of 51 per cent. Among nonnatives with the shortest length of residence, the degree of attachment is merely 3 per cent for the African born and 7 per cent for the Asian born. Low employment rates provide most of the explanation, but the fact that fewer workers have permanent contracts and full-time jobs also plays a role. After at least ten years of residence, the degree of attachment rises but is still at low levels (34 and 39 per cent, respectively). Table 2 accounts for work hours in a rather crude way, as it only distinguishes between fulltime and part-time employment. It can be argued that short part-time (less than 20 hours per week), represents a lower degree of labour market attachment than long part-time. Table 3 calculates the employment rate in full-time equivalents for the same groups as in the previous table. We adjust the employment rate by multiplying it with average regular work hours 8 divided by 35 for part-timers and multiplying it with 1 for full-timers, as a weighted average.
Comparing the regular employment rates in the right-most column of Table 2 with the hoursadjusted rates in Table 3 , we note that the gap between the two is in most cases larger for females than for males. For natives, for example, the difference is 7 percentage points for females while only 4 for males. Those of African origin with residence up to 10 years are an exception, for which the gap is larger among males than for females. However, the relation between natives and foreign born is not much affected by the hours-adjusted measure. This is consistent with Table 1 , which showed that those born abroad are not overrepresented among workers with short part-time employment. Thus employment rates unadjusted for work hours overestimate the labour market attachment of females relative to that of males, but not for the foreign born relative to natives.
A closer look at fixed-term employment
We noted in Section 3 that fixed-term employment contributes to weak labour market attachment among foreign born, and especially so for those with a short length of residence in Sweden. However, if fixed-term jobs act as springboards to permanent employment there is less cause for concern than if people go back and forth between fixed-term employment and unemployment. In this section, we complement the previous analysis of stocks by looking at flows as we examine the transition probabilities from fixed-term employment to other labour market states for natives and foreign born. We also consider the wage premium for fixed-term jobs in a regression framework and ask ourselves whether this premium differs depending on gender, place of birth and contract type.
Transition probabilities
There is a large literature examining the stepping-stone hypothesis for workers in fixed-term employment, i.e., whether such contracts lead to permanent jobs or increased segmentation as workers go back and forth between temporary jobs and unemployment. Several empirical studies give support to the stepping-stone hypothesis. 9 These studies typically rely on 9 aggregates of several types of fixed-term contracts or confine themselves to one or two contract types. 10 This is a serious limitation given the heterogeneity of fixed-term contracts, with quite different purposes and job characteristics. Another gap in the literature concerns the foreign born. To what extent the stepping-stone hypothesis applies to this particular group has received but scant attention, despite the overrepresentation in fixed-term jobs in most advanced countries.
To begin with, this section presents data on raw transition probabilities, i.e., unadjusted for individual characteristics, from aggregate fixed-term employment in Sweden. We then proceed to discuss recent econometric evidence on transition probabilities from various types of fixed-term contracts and unemployment to permanent employment, for both natives and the foreign born. for example, the probability of having transited to permanent employment after seven quarters was 37.6 per cent for people born outside Europe compared to 44.6 per cent for natives.
Transition probabilities from fixed-term employment after four quarters for those born outside
Europe by length of residence are presented in Figure 4 . Transitions to permanent employment increase with longer residence, but this is most apparent only after a very long period, around 20 years or more. It takes eleven years for people of non-European origin to achieve the average level of transition probabilities applying to natives over the period 2005-
(32 per cent).
In line with many previous studies, Calmfors et al. (2018) find support for the stepping-stone hypothesis, also after controlling for individual characteristics (including labour market histories, proxied by earned income in previous years). But those born outside of Europe are less likely than natives to transit from fixed-term contracts and unemployment to permanent work acts as a stepping stone to permanent jobs to a lesser extent than fixed-term contracts in general. Autor and Houseman (2010) reach a similar conclusion for temporary agency work in the US.
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jobs, The results also suggest that fixed-term contracts are relatively more important as stepping-stones to permanent positions for the non-European born than for natives, if one compares with the transition probabilities from unemployment in the respective groups. This applies to all types of fixed-term contracts, except probation (for which the likelihood to exit to open-ended contracts is high already for both natives and those born outside of Europe).
Econometric analysis of the wage premium for fixed-term employment
Fixed-term employment is not only more insecure than permanent employment, but may also be associated with a different wage level on average. A thorough analysis of the welfare consequences of fixed-term jobs requires that the wage dimension is accounted for. It is of interest to examine the raw wage differentials associated with fixed-term employment relative to permanent employment, as well as the wage premia, i.e., given individual characteristics.
The prediction from economic theory is ambiguous. On the one hand, the insecurity associated with fixed-term employment on part of the employee could imply a compensating wage differential, i.e., a positive wage premium. On the other hand, fixed-term contracts are likely to be associated with less training than permanent jobs and less bargaining power, resulting in a negative wage premium.
Most of the empirical evidence indicates that the latter effects dominate, implying that fixedterm employees are paid less than their colleagues with permanent contracts. For example, OECD (2015) estimates a negative hourly wage premium in Germany, Korea and the UK of 6-8 per cent for males and 8-10 per cent for females. For Australia, however, the wage premium turns out to be zero. Booth et al. (2002) report wage premia for the UK of similar magnitude to those in OECD (2015) . A cross-country analysis by Kahn (2016) finds that the negative hourly wage premia are larger for foreign born than for natives, implying that those born abroad gain relatively more from transiting to a permanent contract. 11 All of the above studies control for observed individual heterogeneity and unobserved time-invariant heterogeneity. A related study for Sweden and Norway examines the long-term probabilities of low earnings, defined as having less than 50 per cent of median earnings five years later (Svalund and Berglund, 2018) . The differences in the probabilities of low earnings between those initially on fixed-term contracts and in permanent jobs turn out to be modest for Sweden and even smaller for Norway (2-5 and 1-2 percentage points, respectively). None of the above 11 The sample includes Belgium, Denmark, France, Ireland, Portugal and Spain.
studies makes a distinction between types of fixed-term contracts and only Kahn (2016) analyzes differences between natives and foreign born. Surveys (we will later check the robustness of the results to the specifics of this matching procedure). For individuals with more than one job, the data refer to the main job, with the highest wage. The construction of the data set makes it possible to observe some individuals in two consecutive years, but individuals with just one observation are also included. Finally, the data were trimmed according to procedures commonly used in the empirical literature.
12 Table 4 shows the raw wage differentials for fixed-term relative to permanent employment, based on all matched observations in the data set (adjusted only for year and sector due to the differing sampling procedures). The differentials refer to fixed-term employment in general, as an average over the period 2005-2015, as well as five specific contract types, namely replacement contracts (the most common type), probation, General fixed-term employment (allmän visstidsanställning), introduced in July of 2007, on-call contracts and other contracts, 12 Observations fulfilling any of the following criteria were excluded from the linked sample: Below 20 years or above 64 years of age; self-employed; on a fixed-term contract but with permanent contract in regular job; regular work hours above 168 per month; negative tenure (due to reporting error); wage in the lowest or highest percentile (outliers). These exclusions resulted in a loss of observations of 3.7 per cent for males and 4.9 per cent for females. Missing values on explanatory variables in the regressions resulted in a further loss of observations of 2.5 per cent for both males and females.
which include seasonal and project work. 13 The maximum period allowed for replacement and General fixed-term contracts are two years and for probation it is six months. In addition,
General fixed-term employment can be used without any specific reasons, making it the most The wage differentials in Table 4 are calculated within the respective demographic groups, so the figure for, e.g., foreign-born males is the estimated wage differential between foreignborn males on fixed-term contracts and foreign-born males on permanent contracts. Due to the construction of the data set, with all employees in the public sector included, but sampling of private firms, there are more observations on females than on males. As expected, the wage differentials are all negative but there is a great deal of variation in magnitude depending on gender, place of birth, length of residence and contract type. On average, workers on fixedterm contracts are paid 17.8 per cent less than those permanently employed. 14 The differential is larger for males (-21.7 per cent) than for females (-15.0 per cent) and smaller for the foreign born, especially non-Europeans (-13.8 per cent), than for natives. The foreign born with length of residence up to five years exhibit smaller differentials than those who have stayed longer in Sweden. On-call contracts are in almost all cases associated with the largest wage differentials (ranging from -15.9 to -26.3 per cent depending on demographic group), while "other contracts" rather consistently come up with the smallest ones (-7.1 to -19.1 per cent).
We now turn to a more elaborative econometric analysis of the wage differentials, accounting for individual heterogeneity. In Table 5 , three different specifications are estimated, in which more controls are added successively. All specifications are estimated separately for males and females and include a dummy for fixed-term employment and interactions between this variable and place of birth. The basic model also controls for exogenous worker characteristics -age, age squared, place of birth -as well as year. The extended model adds several worker and firm characteristics as well as a business cycle indicator: tenure (in 13 Replacement contracts account for 33.4 per cent of fixed-term contracts in the sample, followed by on-call (30.0), probation (7.5), General fixed-term (4.9) and other contracts (24.2). Note that the contract types in the Labour Force Surveys do not correspond exactly to the types defined in the EPA (see Section 2). 14 Since the dependent variable is log-normal and the independent variable is a dummy, an interpretation in terms of percentages requires the transformation [e β -1] x 100, where β is the coefficient of the dummy.
13 months), tenure squared, five education dummies, nine occupation dummies, four sector dummies, seven establishment size dummies and the regional unemployment rate. The final model controls also for unobserved, individual fixed effects and includes all previous variables that may vary over time (i.e., not place of birth). In effect, this model estimates the wage premia only for those who transit between fixed-term and permanent employment.
To save space, Table 5 Unsurprisingly, the foreign born on permanent contracts, and especially those from nonEuropean countries, tend to earn lower overall wages than natives on permanent contracts. In the extended model, the estimates indicate that foreign-born males are paid 2.3 per cent less than natives while the corresponding figure for those born outside Europe is 6.8 per cent. In contrast to Kahn (2016) , it turns out that the wage disadvantage of having a fixed-term contract is not very different for the foreign born versus natives. All estimates of the interacted variables are insignificant in the fixed effects model, for both males and females.
We now proceed to examine the wage premia conditional on type of fixed-term contract.
According to Table 6 , there is little variation in these premia, once individual fixed effects are controlled for. Probation stands out as it is not associated with a negative premium, which is consistent with the fact that these contracts tend to be transformed to permanent ones with the same employer. "Other contracts" are associated with a negative wage premium of 3-4 per cent, including all controls. The interactions show that, on the whole, the type of contract does not matter much for difference in wage premia between natives and foreign born. 16 An exception is General fixed-term employment, for which there is a positive wage premium for 15 Full regression results are available from the author on request. Basically all of the unreported variables work according to expectation. Thus both age and tenure are associated with higher wages at a decreasing rate and wages increase with higher education. Higher regional unemployment reduces wages, while establishment size has a positive effect. As fixed effects are introduced, most coefficients of these variables are rendered insignificant. 16 F-tests reveal that the coefficients of the interacted variables are insignificant at the 10 per cent level in the regressions with fixed effects in Table 6 . males born abroad relative to natives, amounting to 9.9 per cent. This wage advantage pertains entirely to those born within Europe (as the wage premium for those born outside
Europe is close to the one for natives).
The finding that the negative wage premium for fixed-term jobs is small in Sweden is robust to several robustness and heterogeneity checks, as evident in the fixed effects regressions in Table 7 . First, the Labour Force Survey data and the wage data were matched by month, instead of by quarter, to minimize the risk for measurement errors due to mismatches. We went on to add a control for industry, which is possible to do only for the period [2008] [2009] [2010] [2011] [2012] [2013] [2014] [2015] due to changes in the classification of industries. Then we included full-timers only in the sample. Finally, we looked at private small firms separately, as these are underrepresented in the sample and may differ in important respects from other workplaces. These checks resulted in a substantial loss of observations in some cases, but did not change the conclusions from those in Table 5 .
Despite the robustness of the fixed effects regressions, a few caveats are in place. If the explanatory variables are measured with error, biases in the estimates will be exacerbated with fixed effects. The type of fixed-term contract is probably more likely to be misreported than the state of being on any such contract, implying that the regressions by contract type should be viewed with more caution than the regressions that do not make this distinction.
Another caveat with the fixed effects regressions is that those workers who transit between fixed-term and permanent jobs may be a very selective group that differs in important respects from those who do not make the transition. Those who find permanent employment may be more productive than other workers on fixed-term contracts and those who go from a permanent job to fixed-term employment may only do so because of a dismissal or a benefit in the form of, e.g., a higher wage. However, unless such selection affects natives and foreign born in systematically different ways, the estimated differences in wage premia between the two groups will not be affected.
Conclusions
In this paper, we have examined the two most prevalent forms of non-standard employment in Sweden, fixed-term and part-time employment. We have argued that conventional employment statistics -not accounting for non-standard employment -provide an incomplete picture of the labour market attachment of various groups and particularly for females and those born in Africa and Asia. Their attachment is overestimated if only employment rates are considered.
We have presented a snapshot of various dimensions of labour market attachment at a particular point in time. To inform the policy debate, it should be useful to also be able to assess how the attachment to the labour market in various groups evolves over time, as, inter alia, the conditions in the labour market and the composition of immigrants change. This is a task probably best suited for a government agency, with resources to refine and improve the measures and update them on a regular basis. The more detailed analysis in the paper has dealt with fixed-term employment. Transition probabilities to permanent employment increase with the time horizon, but remain lower for the foreign born than for natives. Fixedterm employees earn less than those on permanent contracts, but the disadvantage seems to be smaller than in countries that have been examined elsewhere in the literature. Another finding is that there is no difference between foreign born and natives in the magnitude of these wage premia. The overall small wage premia may of course mask heterogeneous effects across the wage distribution. It is conceivable that the most low-paid workers on fixed-term contracts receive larger wage gains from a permanent job than other workers.
The small wage disadvantage of having a fixed-term job in Sweden is consistent with low wage dispersion compared to other countries, as documented by OECD (2016). High collectively agreed minimum wages may prevent downward adjustment of remuneration for the lowest paid employees. Wide coverage of collective bargaining and the absence of special regulations for fixed-term employees in collective agreements may also contribute to the small negative wage premia for fixed-term workers in Sweden. Table 5 . *** significant at 1 % level, ** significant at 5 % level, * significant at 10 % level.
Source: See Table 5 . 
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Notes: The table reports the coefficient of fixed-term variable and the specifications correspond to the fixedeffects model in Table 5 . The estimation period for the regressions controlling for industry is 2008-2015. The regressions for private small firms refer to private establishments with less than 500 employees. See also notes to Table 5 . *** significant at 1 % level, ** significant at 5 % level, * significant at 10 % level.
Source: See Table 5 .
